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Gibbons and Roberts (2015) sketch historical, contemporary, and prospective economic analyses of such organizations. In fact, construing an organization to be something that can be organized, they also include as "organizations" governance structures such as hand-in-glove supply relationships, joint ventures, and alliances between firms, or regulatory relationships and public-private partnerships between a government and a firm. of the shifting meanings of the word … estimated that there were more than 160 definitions in use" (Steinmetz, 1999: 5) .
For decades, economics largely ignored culture, but things are starting to change. 2 For example, some economists have begun to assess the effect of culture on economic activities. Much of this work has used conceptions of culture such as the "customary beliefs and values that ethnic, religious, and social groups transmit fairly unchanged from generation to generation." 3 We focus on organizational culture, which Schein (1985: 9) defines as: a pattern of basic assumptionsinvented, discovered, or developed by a given group as it learns to cope with its problems of external adaptation and internal integration-that has worked well enough to be considered … the correct way to perceive, think, and feel in relation to those problems. We see organizational culture as partly a result of economic activity, not just a 2 DiMaggio (1994: 29) computed that in ECONLIT the keyword "culture" appeared in 0.17% of references during 1981-87 and 0.38% during 1988-92. We computed that these figures are 1.12% for 1993-2000 and 1.83% for 2001-2013.
3 Guiso, Sapienza, and Zingales (2006: 23 We complement this second research stream by asking whether organizational culture can be developed and managed internally, in addition to national culture seeping in from outside. In short, here and in related work, we 4 E.g., Guiso, Sapienza, and Zingales (2009) and Tabellini (2010) . 5 Bloom, Sadun, and Van Reenen (2012) are a recent example from economics, finding that, in a sample of multinationals, a plant in a different country than the headquarters enjoys greater decentralization (e.g., the plant manager has a larger discretionary spending limit) when the trust score between the headquarters country and the plant country is higher. explore the opening paragraph of Schein's (1985: ix) seminal work on culture and leadership:
The purpose of this book is, first of all, to clarify the concept of "organizational culture" and, second, to show how the problems of organizational leadership and organizational culture are basically intertwined. I hope to demonstrate that organizational culture helps to explain many organizational phenomena, that culture can aid or hinder organizational effectiveness, and that leadership is the fundamental process by which organizational cultures are formed and changed.
In the remainder of this essay we proceed in two steps. First, we describe an intervention that dramatically improved organizational performance. This intervention conspicuously included a culture-change component, so we use it to illustrate empirical analyses that could be conducted in similar settings.
Second, assuming persuasive evidence on the effect of organizational culture on performance, we discuss related theoretical issues.
I. Organizational Culture and Performance in Health Care (and Beyond)
In this section we describe (a) the setting, method, and outcomes of an intervention that worked and (b) ways one might analyze the association between organizational culture and performance in these and similar data.
A 
II. Avenues for Theoretical Work?
Of course, persuasive evidence about the effect of organizational culture on performance would raise further questions.
For example, (1) can organizational culture be changed, (2) can it be copied, and (3) why don't lagging organizations copy the cultures of successful competitors?
Recent economic models of these issues relate to the psychological contract between an individual and an organization-an idea first described in Schein's (1965: 11) inaugural text on organizational psychology: …the individual has a variety of expectations of the organization and … the organization has a variety of expectations of him. … Expectations such as these are not written into any formal agreement between employee and organization, yet they operate powerfully as determinants of behavior.
In perhaps the first discussion of such issues within economics, Leibenstein (1982) suggested that productivity within a firm might be determined by the "effort convention" that the firm and its workers adopt. Kreps (1990 Kreps ( , 1996 
